In early stage, the evaluation of effects of HRM was mainly based on utility model. This model concentrated on the economic utility of human resources practice changing to financial index which was the economic effect of human resources practice. In practice, because indirect cost was difficult to get quantization and some economic effects should have the characteristics of long time, indirection and fuzziness, it was very difficult to make complete and accurate appraisal.
of aim guidance, focusing on the final results which mean whether it has realized the goal or not, or how much it has realized. The so-called effectiveness of HRM is the result of HRM or the degree of completing the goal. "The result or what contribution it does to organizations of the HRM" is the concerned topic of managers and senior executives of human resources all along. Although people recognize the functions of the HRM, they suffer from that they can not offer powerful evidence. Therefore, a good many scholars have carried out indefatigable pursuit to its modes and measures of evaluation.
The authors synthesize views of scholars home and abroad and make a relatively complete summary and illustration to the questions of the HRM effectiveness evaluation. 
·Ⅰ.MODELS OF EFFECTIVENESS EVALUATION OF HRM

·A Utility Model
In early stage, the evaluation of effects of HRM was mainly based on utility model. This model concentrated on the economic utility of human resources practice changing to financial index which was the economic effect of human resources practice. In practice, because indirect cost was difficult to get quantization and some economic effects should have the characteristics of long time, indirection and fuzziness, it was very difficult to make complete and accurate appraisal.
Hence, it was seldom used alone.
·B
Relationship Model
The relationship model was born in the early 1980s. To the 1990s, it was more one of the "hotspots" of strategic HRM 
·C
Stakeholder Model
The stakeholder model is also called multiple U.S. Government work not protected by U.S. copyright The influence of the human resources practice on the above benefit relatives was different from the success function of these benefit relatives to organizations. According to the theories of resources depending and strategic contingencies, inside staff, line managers and senior executives in organizations were main benefit relatives.
However, among these three factors, they were different from the appraisal contents and standards of human resources effectiveness: Function managers cared about the absence, appeal and enthusiasm of staff; staff were in pursuit of being cared, needs satisfaction, development of the career; senior executives especially concerned about getting key management and specialty technique talents who could make and carry out right managing strategic plans.
·D
Sustainable Model
The sustainable model was based on the Theory of the The second is the reputation of labor resource departments. Tsui (1984) holds that the service quality of human resource departments should be evaluated by the objects they served. This is a subjective judging method as well as a kind of value judgment. Because of the individual difference of the objects being served and their diversified aims, it is difficult to make the final conclusion, and the criterion used to evaluate it has a great one-sidedness and conflict. So this criterion is not used single, it is used as an auxiliary method and plays a role of supplement.
The third is the quality of staff in labor resource (3) the organizations concern most about the financial affairs and accounting effectiveness, for example, the return on assets, the return on investments, and benefits.
(4) the developing tendency is the furthest effective measurement away from labor resource practice, including capital market result for example the price of stocks, increasing rate and benefits, etc. Presently, the deep empirical study to the relationship of effectiveness of different level is in lack. And this is also the direction for future study.
